HARASSMENT/WORKPLACE VIOLENCE POLICY
The Murray McKinnon Foundation requires fair and equitable treatment for its’ employees and endeavors to provide a safe work environment that is free of discrimination, harassment and physical violence. The Murray McKinnon Foundation is supportive of the dignity and self-esteem of all employees and will take all reasonable precautions to protect it’s employees.

This policy is applicable to all employees, young persons, student placements, volunteers, visitors, applicants, board members and agents of the Murray McKinnon Foundation.

All employees have the right to freedom from harassment in the workplace by the employer, employer's agent or another employee because of, sex, age, record of offences, marital status, family status, handicap, race, ancestry, place of origin, colour, ethnic origin, citizenship, creed, sexual orientation or any other areas prohibited by law. Harassment is identified in Sec. 9(1) of the Ontario Human Rights Code as “engaging in a course of vexatious comments or conduct that is known or ought reasonably to be known to be unwelcome.” Any behaviour which denies individuals their dignity and respect, is offensive, embarrassing, degrading or humiliating will not be tolerated.

In matters related to discrimination, personal or sexual harassment, the Murray McKinnon Foundation follows the requirements provided under the Human Rights Code of Ontario and the Canadian Charter of Rights and Freedoms.

Workplace violence includes any act of physical force or violence against an employee or a threat of physical violence. The Murray McKinnon Foundation will not tolerate any act of harassment or violence in the workplace.

As well, the Murray McKinnon Foundation endorses its’ legal responsibility and is committed to dealing effectively with any incidents or situations that came to its’ attention in which such treatment is alleged, regardless of how the service provider is made aware of the allegation. Consequences for breach of policy will be disciplinary action up to and including discharge. 

SEXUAL HARASSMENT
It is the policy of the Murray McKinnon Foundation to take all necessary steps to eliminate sexual harassment in the workplace. All employees have the right to freedom from sexual harassment in the workplace and the Agency is committed to enforcing a zero tolerance policy.

Sexual harassment is defined as follows:

( Repeated and unwarranted sexual comments, looks, suggestions or physical contacts that create an uncomfortable working environment for an employee;

( A sexual advance or request for sexual favours made by a person in a position to grant, confer or deny a benefit, privilege or advancement to a person where the person making the advance or request knows, or ought to know, that it is unwelcome;

( A reprisal, or threat or reprisal for the rejection of a sexual advance or request for sexual favours where the reprisal is made or threatened by a person in a position to grant, confer or deny a benefit, privilege or advancement.

Consensual relationships based on mutual attraction where no intimidation is involved or intended is not to be considered sexual harassment.  
PROCEDURES FOR DEALING WITH HARASSMENT/WORKPLACE VIOLENCE ALLEGATIONS
1) Tell the harasser very clearly that his or her behaviour or comments are not welcome.

2) Keep a record of the incident. Keep written notes about what happened to you, the dates and times of the harassment, the witnesses (if any), and what you did or said to the harasser/ offender.

3) Make a complaint immediately to someone who has authority over the harasser. As appropriate, complaints may be made to the Supervisor, Program Director or Executive Director. Ask that person to take steps to stop the harassment. The complaint should be in writing and should include the information contained in paragraph 2.

4) In the event of a complaint against the Executive Director, any complaint and subsequent investigation shall be completed by the Board of Directors. Complaints against a member of the Board of Directors will be referred to the Chairperson of the Board. The police may also be involved at any point in the proceedings.

5) Complaints will be investigated expeditiously within five days of the allegation’s report and appropriate action will be taken. An investigation of a complaint will involve the management representative in consultation with the Executive Director and/or the Human Resources Director interviewing both parties and any witnesses, documenting all findings in detail and rendering a written decision as soon as possible. Every effort will be made to have an investigation completed within 10 days. Every effort will be made by the Employer to treat a complaint in a sensitive and confidential manner, consistent with providing reasonable information to the complainant and the harasser.

6) A supervisor or administrator who is aware of the harassment or threat of physical violence of one employee by another and does not take appropriate corrective action will be subject to disciplinary measures. Any concerns are to be addressed immediately and brought forward in a timely manner to ensure safety of all workers.

7) The employee making the complaint and the harasser may be represented at any point in the investigation by a person of their own choice. The complainant will have opportunity to address their perceived safety concerns, possible resolutions and at all times will be supported by an administrator and/or union representative as appropriate. 

8) The certified worker member of the Joint Health and Safety Committee will be apprised and updated on the investigation process regarding any incidents involving workplace violence. 

9) If harassment, physical violence or threat of physical violence is substantiated by the investigation, disciplinary action against the offender will be taken, up to and including discharge as appropriate.

10) If however, the complaint is not substantiated, there will be no negative inferences drawn by the Employer as a result of the complaint, and all records regarding the complaint will be removed from the personnel files. Therefore, if the complaint is not supported, no documentation of the complaint will be placed in the employee file.

11) The filing of a complaint under this policy does not prohibit the complainant from filing a human rights complaint with the Ontario Human Rights Commission.

12) The police shall be contacted in all cases of alleged criminal activity. 

13) The harassment/ work place violence policy is to be reviewed upon hire during new employee’s orientation period and annually thereafter. This policy is to be posted in each worksite and reviewed and updated annually. 

14) The reporting of allegations shall be consistent with Contentious Issues/ Serious Occurrence Reporting. 
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